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CENTRAL INTELLIGENCE AGENCY

EQUAL EMPLOYMENT OPPORTUNITY PLAN

This ra,port is a responae to the request.of the U.s. Cwil
Service Commission of 31 July 1972 to submit a revised Central
Intelligence Agency plan of action. “We have carefully escammed"

ey

the B0 Act of 1972, and the guidelines accompanying the a,bove

request. We have also taken into account the areas of emphasm
- and new reporting reqmrerrents set out in the lw. L

As was the case in the Agency plan submitted in earl‘yx ‘
December 1971, we have restated earlier goals a.nd refmed certairx-

of them.

Apgency requirements for acquiring qualified personnel often »
go beyond conventional technical and educational credentials to .
embrace securxty, physical, psychological and personal requxre-l
ments for prospective employees, and often for family membera.

We must continue to observe these limitations because of the =

sensitive mission of the Agency, but wherever it {s possible we ..

fully intend, in recruiting minority group employees, to observe SRt

the spirit and letter of the EEQ program with which we are in

‘complete sympathy and fully support. Likewise, we intend to H

continue to upgrade the status of minorities and women who ara.

already on our rolls and have set out goals which will, over t1me,, SRR
- provide greater opportunities for advancement for them. ’ IR '
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1. Organization and Resourées to Administer the FTEO Progrem

The Director of Central Intelligence has designated :
o senior officer ns the CIA Director of Iqual Faployment
Opportunity who is under his supervision for sll matters
pertalning to the Agency's ELO prograu. Five ‘other senior

officers are desipnated as FE Officers to carry oul the .. 7_f af .
“progran throushout the major components of the Agency. :: S

Four professional EEO Counselors are designated to carry o e
out this phase of the compleint procedures in the major - :
components. The EE Director and Officers are responsible .

for developing, monitoring, and maintalning the technical' f
agpects of the program. The lxecutive Director-Comptroller
of the Agency reviews the overall program and periodically . =
provides policy guldance in its implementation. TR

Prineipal line officials in the Agency are responSiblé;.'."'
for monitoring the application and functloning of the per—--"~
sonnel program as it applies to the members of the components.

The Director of Personnel is responsible for contimually B
eppraising the Agency’s personnel progran to ensure that re- o
‘eruitment and placement are compatible with the principles'§f=
of eaual employment opportunity. Dol

The 7E Counselors investigate allegations of discrimi%j;h,_
nation and offer solutions on an informal basis. They hayé‘j]"
the direct support of all offices under the Director of Per— -
gonnel, close working relations with.Kh Officers, and direct =
access to line supervisors in the major commonents. - e

LN

The ¥E Officers work with components within their R
jurisdiction in implementing the ©LO prograsm. In complaint -
cases involving allegatlons of diseriminution, they are’ .
responsible for keeping the Director of ¥EO ndvised es to |
the status of the case, for carryinz out investigations s
asaigned to them, and for proposing s¢lutions on an informal
basis in such cases. Lo L

The Director of FEO 1s in regular working contact with
the Il Officers in the major components of the Agency and -
. with the T5 Counselors. Oituations, conditions, or cdases
: o b

A
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which amear to be contrary to the Apgencyts FEQ policy'aré
brought to hils attention immedlately., 1o ig responsible
for the assignmeut of investigators for formal complaints
- and heurixv exominers for avpeals. This O0fficer is elso

in constant toueh with the Director of Personnel and through

the LE OfTicers with the heads of the major comnonents to
discuss the iuplementatlon of the HEO program.

The Director of FEO 1g also a mewber of the Stafl of .
the Inspector General. This position permits him to have
fmmediate day-to-day contact wlth any IG case which might?
have overtones of eny type of discrimination. It involves
him in repuisr IG surveys and invegstigations tlaroughout
the Agency which are concerned, anmong other thlugs, with
the fullest utilization of employee skills and with the
maintenance of personnel practices and programs for equal.
explovment opportunities. '

The organlzatlionsal structure and method of opereting -
do not make it feanible to delegate velow the headgquarters..

.

level srecific authorlities and responslbilities other than:

thoge inherent in the supervisory responsibility of imple-~i..
mnenting the program. - RN

Ho sdditional resources are needed to administer the
programn. :

Tha alove organization has proved to he rore than
adequate for the purpose; vorking relationships are good
. and the ERO Counselors are alert to thelr r$¢monaibilities.,
In this regard, only three complaints diave been noted uur
ing the vear; all were settled at the Councelor level.
This record Lestiflee to the wlsdom of the informal coun
seling process of the FFO Counselors and its effectiveness
in solving vroblems at the working level. o

The Progran personnel listed sbove have other dutteS'
1n eddition to their IO functions, but all are raauired
to devote as mueh time to their LG regpousibilities as.
‘nay be required for thelr full and efrfective discharge.

The slze of the Agency's work force, the sctive interest «o .7
“snd support of top nanagement in furthering HEO objcctivcs;_wh
and the full invelvement of the Office of Personnsl in pro=:

gram activities all are factors that make it annecesoary
to maintain a larger, Pormnl organization for IE0.
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2., Recruitment Activitles Desipned to Reach and Attrect Job
Candidates from All Sources N

Mo guotas were eatablished nor ave any cOnteﬁplatéd, , .
but the Agency has & positive commitment to employ women . e
and merbers of minority groups as qualifled candidates . R
becone aveilsble. As steps toward that end, the following - TR
specific antions were tsken last yeer and will continue as ™ 7 .l
onerating goals in 19073. ' AT T .
. \ o
. We vipited 31 Dblsck eollegea and universities
to establish contact wlth Directors of Placement and
Cooperative Bduecmtion, to attend Career Days, mecet
faculty nerbers, and to Interview students.

H, Invited 12 black educators from 2 leading
black colleges and unlversities ss guests of the
Agency for o one-day orientation/discussion confer-
ance, o

c. Appointed one full-time blsck recruiter and .
arranged for part-time participation of six additiopal
black professional employees to nssist in the mitority. . .
recrultnent effort. ) S e LR

d. Oreanized follow-up recruitment visits to . .
selected black schools by teams comoosed of subetan— L
tive officlels and reeruiters. This effort, begun |
lost year, is effectively undervay thils autumn with
initial focus on eight of the leading black instltu-~ -
tlons, . » el

e, Fuphasized to Placement Directors and othey ' 5l
officials in major white schools having avsignificant:; g7
bloeck enrollnent the Asgency's interest in obtainipg o
more wninority emplovess in professionel positions.f

f. Reviewed the records of sll black employees
G592 and abova, and anrroximately helf of all black’
clerienls, to see 1f placemsnt is ressonably commen~ .o
surate with qualifications, Zvery case in whlch there
avpears to be s question is investigated with a view -
to corrective action. o

. 5
L .
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2. Appointed 18 unskilled minor‘tv individuals
from the D. (. metropolitan area as GS-2 clerk ‘
trainees; provided them 3 months or more of train-'. T
ing to develop thelr skille to useble levels; and
assipgned them to regular positions. Sixteen are .
st111 on duty, of whom 13 have earned promotion to .
GG-3, and 3 to 05-hk, This is a continuation of an
upward mobllity yprogrem that began in 1508 and thus
Taxr has placed LG underprivileged minoritles in the
organization.

h. All recruiters are under instructions,
literally, to double their efrorts to obtain more’
minority candidates, particularlv for nrofnasional
rositions.

1. With regpect to women, we are & beriencinﬁ
no difficulty in obtaining qualified applicenis ut
gll levels; in foct, we receive many nore than can ,3*
possibly e eccoumodated and we enploy ag many ag
our ceiling w11l permit. Thus we have not found 1%
recessary to mount o gpeeial effort to recrult women. .
Qur emphasis, instead, is upon expanding rromotionel -
orportunities for women in the organlzation and "toy
cven new arcas of agslgnment for rrofessionally
qualified women. feveral large Agency components.
have Vomens Affsirs Officers and oxy &nizatious whigﬂ
will be augrented during the coming vesr by the. B
establishment of an Azency-level Vomens prfairs’ Coun«
cil which will vrovide advice and guldance tu the ;
Ixecutive Nirectoxr n1d the Dirasctor IEIO! :

-

}. In furtherance of the foregoing activities
we are in touch with achools at nlgh ucnool;and
college levals; with Corrunity Action groups; the
Urton League: women's crpanizntions; Project Tran- f;
sition offleizls in the military servicas: numerod§ '
profeagional socleties; and a variety of other organ=
izations and smc-"\'rice'a throughout the country. -

fome of the above actions represent s new deperture
for the Agency in recruitment techniques. Ve felt that?‘,
we ere not getting a rensonable ghare of the qualified o
candidates avallable and Intend to susbtain a vicorous =
‘effort to obtaln them.

\
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3. Utilization of Present Emﬁlofee Slilig

£3 noted in paragreph 2f above, the survey of skills AT
and utilization of mirvority coplovees is a continuing pron e
cass, With respect to emprloyees generally, at all levels, . e s
we oparate o continuing progrom of follow-up and reassign— T
ment interviews which i1s elmed at monitoring the placement
and utilization of emplovees. Personnel Officers‘and'EEO
Counselors ace involved in this activity, and periodic
reports sre reviewed by top nanagemsvt. Quallfication re-
quirements used by the Agency are currently under review,
and modl 1icption» in all necessary re°p»ctg vill be & gosl -
for 1973. EE 11’ ,i"

L. Upward Mobility

Loosely defined, we viow upward mobility as those -
structured efforts which enhsance opportunities and upgrade 3
skills and performance. These efforts cut scross the entire .
spectrun of persornel maragement, 1n all its aspects, and :
training 1ln this Agency. A long established and comprehen-
sive training capabllity exists in this Agency which resdily
accommodates the tymes of training requlred to eghance . skills
leading to advencement. Nverything from typing and shorthand
courses for younger enployees to ADP, mana_GMcnt courses’; and
mid~caresyr and advanced progroms snd sesinnrs sre available
in o lorge training establishment. 9These courses are geared .
to identified individual needs and to orderly career pro-.. -
gression. L

-

Carser counseling and advice to ey nloyees seeking i
advancament are more often than not rewdered wlthout ﬂpecific‘
reference to ZEQ but rather as an ongoing part of pood per--
sopnel mansgement. o

S A e R \

We will scon institute o system for maiptaihlnﬂ batter
statistics on training glven by our trelning establishment
or otherwise provld led by 1t In ext ornal fac1lit‘ea ta wonen
end mlnority groups. Our woal 1s o more closely ex raming
thelir degree of participatiorn in training which will an}aﬂ»e T
thelr careers, Frankly, not cnough women end Blecks are par- ..
ticipeting in nid-career-level courses and we hope to increasej”
their nunbers during the coming vear. R R

Tl
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5. Pratuing to Assuce IR0 Program Undlerstending

+ with the Director,_

The Director of Yraleuing in co
lﬂ to “c shown at selected.
b
5

I
TED, Las arrenged for LH0-type Il
<

1)

-~

courses tiroushout the year., It is pessible that for the et
ﬁmmuwml?ramuwim Jmﬁﬁr'mﬂnﬂﬁ onal Lw&&rqnmnmwntf»_v‘ o
ourses, tie Direcbor X0 may appeer in a spedlal filuned ERREEE
prasentztion of the X0 Program. ‘he latier would enp ﬁa— 1d;' S
size the irdividusl ¥I0 responsibilitiss of superviz oru'nt'\ : )
a1l levels. Adiltionally, the Director EFY speais abt ell o T
runnings o7f the mid-cereer courses wiich couvene cff1Cers,f f
Prom every companent in the Ageney whlch thus constitute
ones of the best forums to clarify IFD progrom goals ip the: o
Agency, Te alzo speaks twlce yearly a0 sn TEQ wrogrom o - 4'j’le
review chailred by the Fxecutive Direcltor of QIA and nttended :
by all Deputy 2drectors and vriceipal staff officers of the e
xr“"r' EF L - . . \ -

We do ot have a formal method for evaluatlng super-
visory and managerial performance in the LN area poy do
we fornally identify or roward sunervigors wio contribute
notably to [EQ program succees, bul a grent deal of informal
recosoition of these i3 cbaerved 'In A&AV sreas of the Agenev.
In Qecemdoer 107% the Deputy Mrectors will e brzefgi wr B
geaior official of the dommonent with the hilsheat percentage
of Bimew employees in the Agency who has been reaponsible
for a successiul job restructuring/upward wobllity program.”
Hig experience and success, we fell, deserve recoprdtion -
end imitation. In his component, supervisers recogulxe that
thay ave expected to particlpate actlively and effectively

in ¥70 offorts. IR TR
. Community Activity . e

Por gecurity reasons OIA ig unakle, as an orvuvi"ﬂticg;‘
to particirete in meny sotivities and prograng not conned ctadt
with ite sansitiva operationul “$dﬂia*. Temloyvess sre an-
courasad to rertivipate in civic sctivities as vrivate cit-
izerna, bul to the ext& b posslbla, wrofessionsd unonymity'3‘
i3 ercournrad. : '

Approved For Release 2006/11/08 : CIA-RDP00-01458R00010004G038



70

Internal Program kvaluation

This Agency maintalns and periodically analyzes
statistical data on minoritles and women. The snalyses
produced Love alloved the Executive Dircector and the
Director EED to focus more effectively on &R0 problem.’
areas., During the past year we ceme to the conclusion '
that our goals should center sround three nsjor concerns;
First, to recrult qualified Black professicnals in Grades
GS8-9 and above who have a potentiel for senior rank. - 00
Second, to upgrade the status of Dlack professionals in_"‘"”"
this same grade range who ars already on Agency rolls.
Third, to enhance the status of women in grades (35-12
and above with particulsar emphasis on advancing those
that can qualify to 88-14 and higher.

' There are corollary goals that have emerged in the'
process of goal refinement that has taken place during -
the past vear. They are: (a) to lmprove our Black pro-— .
fessional recruitment techniques and mecharisms. We have -
made great progressa in this regard in reeent monthe; (b) -
to reexanine our pavchological snd professional aptitude s
testing nroxrem to be sure that we are not, unintentionslly,
discriminating against ninority candidates who generally dof!i

- not do as well on these tests as others. Ve are examining

our interpretation of minority test results not orly to
avoid prejudice but to enable prospective supervisors to
render well informed and Tair employment Judements; {c¢) :
to encourage meaningful asslgnments snd pertilnent training o
- for Black profeszsilonals who arez on our.rolls to enable :
them to compete more effectively for promotion; and {d) to -
peek better assigoments and career development training
for women, particularly in grades 05-12 and above. -

In addition to closely examining training and pro- = =
motion statistica, we periodicelly brief (twice ench vear)
the principsl line officlels of the Agency on the above . 7
and azsist them, through statistical presentations, to focus
on weslk araas, R




W o

g ; : : B b
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Processing of Complaints of Diserimination

2N

o

They, in turn, remind thelr perdgonnel management
comnittees of thely commitnment to the L0 program. - The

five FFO Officers serve under them and provide feedback P

for the Director TR0 on detalls on each of thelr programs:

at eppropriate intervals.

The Fi0 Counselors provide o continuous grgss roots

apprecistion of employee grievencss, including those fallin =
DT - ¥ ? L
under the aezls of ®L0. 'They worl closely with the Director .
FEO In ¢ases involving new assignments for Black professionals

seeking Job changes.

Internsl evaluatlon works well in CIA and communications

on EFO matters both formal and informel, are effective.

During the ealender yeor, to date, only three cages of o

w

potential discrimiration heve been processad by Agency EEO

Counselors. In each, the complainant did not pursue further
‘remedy but was satisfled with subsequent actlons taken by
_supervisors:  You will note that during past years, only a

handful of complaints have surfaced to Counselors. None—
theless, we have cestablighed and publicized the grievance.

procedires eaci year which include reference to the names, '
phone numbers, ete, of ERO Counselors, IR0 Officers and the R

Director, EEO.

Ve have the machinery and procedurgs for handling

‘grievances thaet ro heyond the counseling stage, but have
£ J B e

not had occasion to use them, The minorlty population in
the Agency is relatively small and our continulng survey
of both Black professional and clerical emplovees leads us
to the conclusion thet the majority are falrly well pleced
or bave headroom commensurate with thelr gualifications -
and aspirations. v

N

vy




A

Approved For(Release 2006/11/08 : CIA-RDP00-01456R000100010038-9 .

30 October 1972 .

Report of Oualifications of
Princlpal KEQ Officlals

I certify thet the qualifications of all stalfl officialé

concerned with administrabion of the CIA TR0 program including .

the Pollowing:
Director of EFqual Employmeni Opportunity
(vho slse functions as Federal Womens
Progren Coordinator), '

Four HEQ counselors,

Five TLO officers

have been reviewed by competent authority and the lncumbents of

these positions meet the standards outlined in fualifications
Standsrda Hendbook X118 under '"Equal Pumploynment Speclalist
(8-160," or "Qualifications Guide for Collsteral Assignments .

Involving Equal Fumployment Oppertunity Tuties." Evidence thet =~
the review has been made and its findings are on file in this

L Agency.,

Willism §. Bavis i
Director, Lgueal Employment .
Cpportunity.

Central Intelligence Agency
Vashington, D.C, -

L
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_of Principal EEQO OF fic1alq) agsoeiated witihh the TR0 propram .

3

© Annual leirnative Action Plan as well as the end-of-the-year
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ALTOCATION OF PERSONNEL
AND RESOURCES FO LEC

" A1l of the ztaff personnel (see Report of Qualific&tioaS'

are part-time, including the FEO Director, who slgo functlons; "
as Federal'Womens Progrenm Coordinator. : :

~ The four Counselors are professional persomnel officers
of broad experience who provide the grass roots Jnutltutional]f
support required in the grievance aspects of EEO. Thelr normgi'
counseling duties are completely compatible with BUO require- '
ments. The five IFT0 officers (who Ffunction at the Lirectornte,’”"
level) are senior administrative/Perconuel officials with long
experience 1n persopnel/sdministrative work at serior lovels..(
Their prinecipsl concern is to monitor the individual ”ireutorate
FFO programs end ere involved in grievance procedures as.en .
appellete step in the process. They sact as surrogates of the X
Director, ERO. They assist in the evaluatlon of the LED program oy
every six months and vrepare wateriels for inclusion in the *

report on the ERO program in CIA to the Ixecutlve Director.

The Director of IO is a senior inspector in the office. '
of the Inspector Senersal, ‘which is a part of the office of the
Director, CIA, l!e 1s an experienced generalist of long tenure
in the Agency with considerable program mancgement and personnel -
experience. . R

Since all of the sbove officers, plus various line officers
not specified, supnort the FEO program in the context of thelr:
full-time role as administrators, it is rot practical to estli~- .
mate, in dollar terms, the resources involved., We have no ’;f,v'
reglonal crganizations or plsns and thus there are fevwer perséﬁs
involved in RO progrems thaen might otherwise be the case. -

The Director FEQO depends upon the office of thc Inspector e et
Ceneral and the Chief of Personnel for sumport needed +nroughout ':'_f;fﬂi -

LRt

the vear to administer the EEO progrem.

11
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CIA ACCOMPLISHMENT REPORT ‘

The following comments are gearad to our CY 1972 R
Affirmative Action Flan and constitute a repoxt of accomplish= ' /.
ments, in light of which wea have made appropriate changes in~
the Affirmative Action Plan for the coming year. N '

First of all, the Agancy is much moxe aware of the EEQ
prag:ambthan at any tima in the past. Briefings, and foilow;ﬁp :
consultations, with the most senior line officials of tha Agency .
and subsesquent discusaions by them of XEO goals with theixr U
principal subordinates have created » healthy atmosphere for -
tha program. Senior officials are now much better aware than
they were of the arcas requiring priority attention and action. SR

 Our batting average for Black professional recruitmient is . © .
~ diseernibly better thasn six roonths ago, but still far below our R
desires. Put we will pevsist. The promotion rate for Black
professionals and female professionals is inching up, but we .
o2l we can do mora about assigmments and tralning in both . '
groupa-~that will lead to advancement, ‘ IR

Recent surveys of major components of the Agency, iﬁib’era‘ R

thare are relatively large concentrations of Black employees
surfacod typical, but not insurmountable problems. More R
importantly they exposed a determination on the part of senlor
‘mnanagement in them to come to grips with EEO problems in an:
honest and forthright way. A developing upward mobility prograrri_l

in one of them is already showing results, as weil as good intentions,

¥ 2 have not developad quotas of any kind hut we are trying
to eatablish concrets NEQO goals in each of the three areas of .
ermphasis. These are strongly influenced by our anility to find, .
test, evaluate and offer employment to qualified candidates whe
offer a potential for growth., That is why we have paid great .. o

attention in tha past year to improving our institutional capabilities =

and technigues to recruit among minorities. Correspondingly,
we have tightensd up the process for reviewing n’xinority‘,candidaté
files to assure the highest levels of rnaragerment that fairness SR
“and objectivity prevail. ST

N

i
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attend EEO courses and have laid the groundwork for an effective: :

‘steps to meet. our EEQO goals,

~womens councils and womens referents who examine the problema ;'ﬁ v

low key and minor one. The affirmative action aspact is much '

" Abproved For Release 2006/11/08 = CIA-RDP00-01458R000100010038:
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We have insisted that all EEO Counselors and Offic‘éx"ﬁib

presentation of the program to the rank and file, to mzdcareeri.,ts
and to top echelons through our training establishment and spec1a1
briafings. : o

- Much remains to he done but there is a gradually increaaing
awareness of the need to take something better than conventmnal

“Several major componants have establzshed a system oi '

of career advancement, look into specific career problems: and - _
make recommendations for change in individual case mtuationa. o
These act in concert with the personnel establishment but have a
special role to play in bringing a fresh approach to p\,rsormel i
management, ' SR e

gt

The grievance aspect of EEO in this Agency is a re:l;ativé.al‘y.‘

mozre important and receives much more attention at all 1evels. ,5

. In settma dates for the completzon of goals we hava b _oken ,' ’
the calendar year into two parts so that twice each program year

- .we can assess what progress, if any, has been made.. Our bench-

marks differ from directorate to directorate as do the goala .
which they relate to. We have not yet completed the goal-scttmg

process in all directorates, but expect that we will have done 50
by the end of the calendar year plan. . ’

‘edQ

Although promotion rates are only one yardst1ck for

" puring the success or failure of our EEO program, we will pay

close heed to them for Black professionals GS5-9 and above and '
women G5-12 and above during the next calendar year. Almost as
important, we must find better ways to monitor the asslgnment

and training process to ascertain that Blacks and wornen are gettmg
theizr fau: share of opportunities, Lo




